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ABSTRACT 
This research aims to investigate the relationship between factors of empowerment and 
employee performance in the manufacturing industry. It also aims to examine the 
influence of empowerment on employee performance and to identify which of the four 
(4) factors of empowerment has the greatest influence on employee performance. The 
four factors of empowerment, namely participation of empowerment, delegation of 
authority, training and rewards, are the identified independent variables, with employee 
performance as the dependent variable. Each of the dimensions of empowerment was 
tested to determine its relationship with employee performance. The questionnaires 
were sent to 108 respondents to fill it. A total of 104 respondents from 108 respondents 
participated in the survey. The participating respondents represented a return rate of 
96% from 100%. Five (5) hypotheses were developed and tested using Pearson 
Correlation and Regression Analysis. The findings indicate that employees in Kilang 
Sawit RISDA find that empowerment moderately influences employee performance. 
There is significant correlation between the factors of empowerment and employee 
performance. They feel that when they are empowered with participation in decision 
making, delegation of authority, training and rewards, their performance will improve 
significantly. The implications of these findings are discussed and suggestions for future 
research are also identified and proposed.  
Key Words: empowerment, employee performance  
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ABSTRAK 
Penyelidikan ini bertujuan untuk mengkaji hubungan antara empowerment dengan 
prestasi kerja dalam industri pembuatan. Ia juga untuk mengkaji pengaruh 
empowerment kepada prestasi pekerja dan untuk mengenalpasti yang mana dari empat 
(4) faktor empowerment mempunyai pengaruh besar ke atas prestasi pekerja. Empat 
faktor empowerment iaitu,  penyertaan dalam membuat keputusan, perwakilan kuasa, 
latihan dan juga ganjaran berupa “independent variables” dan prestasi kerja adalah 
“dependent variable”. Setiap satu daripada faktor empowerment telah diuji untuk 
menentukan hubungannya dengan prestasi pekerja. Soal selidik telah dihantar kepada 
108 responden. Seramai 104 responden daripada 150 pekerja dalam Kilang Sawit 
RISDA Ulu Keratong telah mengambil bahagian dalam kajian ini. Responden yang 
mengambil bahagian dalam kaji selidik ini membawa peratus sebanyak 96% daripada 
100%. Lima (5) hipotesis telah dibangunkan dan diuji menggunakan Korelasi Pearson 
dan Analisis Regresi. Hasil kajian ini menunjukkan pekerja dalam Kilang Sawit RISDA 
Ulu Keratong berpendapat bahawa empowerment mempengaruhi tahap prestasi kerja 
mereka. Hasil kajian ini juga terdapat hubungan yang signifikan antara faktor 
empowerment dengan prestasi kerja. Mereka berpendapat bahawa apabila mereka diberi 
penyertaan dalam membuat keputusan, perwakilan kuasa, latihan dan juga ganjaran,  
prestasi kerja mereka akan meningkat dengan ketara. Implikasi penemuan kajian ini 
dibincangkan dan cadangan ntuk penyelidikan pada masa akan dating juga dikenalpasti.  
Kata kunci: empowerment, prestasi kerja  
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CHAPTER 1 
 
INTRODUCTION 
 
1.1 INTRODUCTION 
According to Piasecka (2005), organizations typically start on change programs 
with the aim of achieving critical improvement. With the change of program, we usually 
find changes in behavior and in the accepted way of doing things (Piasecka, 2005). 
Since we are in a process through which it is well understood that “human” asset is one 
of the most reliable sources of organizational performance, efficiency and effectiveness, 
to demonstrate higher levels of efficiency, effectiveness, and performance. Work 
processes which are getting more complex and gradually challenging conditions of 
competition are the other causes which heighten the expectations of organizations from 
their human resources. Especially, in the face of rapid developments in the areas of 
communications and information technologies, the organizations which transformed 
into data processing structures need to employ new and different production methods 
and techniques for their manufacturing processes of their new products. This requires 
human resources to have various additional competencies.  
Aforesaid requirement bring about the need to consider human resources 
management through a new approach, away from the traditional understanding. During 
this process, instead understanding of a personnel management, based on obedience and 
discipline, the importance of a human resources approach based on initiative, creativity, 
competence, autonomous behavior and empowerment, is becoming more of an issue. 
An understanding of management based on formal authority descriptions as “the 
masterful”, the regnant and the authoritative,” a concept of leadership in which 
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managers as a coach, mentor, and a problem solver are increasing the significance of 
empowerment of human resources.  
Globalization puts pressure on companies to fundamentally rethink and redesign 
their existing organizational processes, to increase production, speed and quality, while 
reducing costs and eliminating layers (Arnold, Arad, Rhoades & Drasgow, 2000). 
Organizations are finding they should to change how they doing business. These include 
the development of global marketplaces, rapid innovation in work technologies, shifting 
work force and customer demographics, and increasing demand for quality and 
flexibility in product and services (Hartmann, 2003).  
Human resource is the most precious asset of an organization. The employees 
have the knowledge, skills and abilities that can‟t be followed by the competitors. But 
generally, these Human Resources are the fully used resource of an organization.  And 
that‟s the main cause behind which all organizations like to empower the employees, 
but workers often are worried to take this responsibility.  
Buitendach and Hlalele (2005, p. 1) posit that “organizations in South Africa are 
continually under pressure to undergo dramatic changes.” Some of these challenges as 
the nature of work in the social and technological organization and technical and market 
revolutions were labelled by Maitland (2002 cited in Buitendach & Hlalele, 2005). In 
reaction to the global challenge, Buitendach and Hlalele (2005) proposed that numerous 
large organizations delayed, devolved decision-making, and promoted multi-Skilling, 
encourage teamwork, and introduced a range of initiatives in order to empower 
employees.  
1.2 PROBLEM BACKGROUND  
Empowerment has a larger context and it can be viewed through various 
extensions and perspectives. We can define that empowerment as a “way to delegation 
which enables work decisions to be taken as near as possible to the operating units and 
their customer”. It can be said as a set of managerial practices aimed at increasing an 
employee‟s independence and responsibilities thereby qualifying them to do their job or 
tasks more effectively and efficiently. Empowerment is designed to increase the power 
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and autonomy of all employees in an organization. Empowerment also can be said as an 
individual‟s approach to work orientation, thereby increasing the employee‟s efficiency 
and performance. Employee empowerment activities like self-managed teams, total 
quality management (TQM), and quality control circles are implemented with the 
objective of increasing employee productivity and innovation (Bowen and Lawler, 
1992).  
Authors and researchers such as Kanter (1977), Block (1987), Sullivan (1994), 
Vogt and Murrell (1990) and Menon (1995) said that empowerment from the 
perspective of the leader‟s role in empowering employees. This means that employees 
will get to solve the problem and empowered through delegation and latitude for 
decision making when managers adopt the leadership style of coaching.  
Foster-Fisherman and Keys (1995) and Canger and Kanungo (1988) looked at 
empowerment from the individual perspective. The individual perspective refers to the 
power of individual to persuade his own behavior or having “self-empowerment”.  
Landes (1994), Sims (1986) and Rothstein (1995) see collaboration and 
teamwork as a form of empowerment while Westphal (1997) and Ward (1993) found it 
critical to change the processes of work within an organization to achieve employee 
empowerment.  
According to multi-dimensional views on empowerment, most of the literature 
reviewed can be decides that an empowered workforce will lead organizations to obtain 
a competitive advantage. In other words, there is a positive relationship between 
empowerment and performance. 
Does the same conclusion for Malaysian employees and companies? In a study 
from K Ayupp and T H Chung (2010) from Universiti Malaysia Sarawak on 
Empowerment: Hotel Employees‟ Perspective”, it was found that from the hotel 
employees‟ perspective, coaching, participation in making decision, communication, 
training and rewards have an actual relationship with empowerment.  
Another study based on empowerment in the Malaysian context that is by Md 
Abdur Raquib, (2010) from the Multimedia University. His study on “Empowerment 
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Practices and Performance in Malaysia-an Empirical Study” in the education, 
information technology and telecommunication service sectors in Malaysia, found that 
Malaysian firms have to focus on certain fundamental perspectives in (1) relinquishing 
the authoritarian way of treating the employees in the workplace; (2) giving them 
respectful power and authority to make their own decisions; (3) valuing their 
individualistic talents, ideologies and philosophies and (4) training them to achieve 
innovative ways, to teach their talents, technological knowledge, entrepreneurship and 
leadership skills.  
Empowerment should be implemented in the organization not only in the service 
sector but also in manufacturing sector either to increase the performance of employees 
in the work. Both studies in the Malaysia more conducted in the service sector with the 
different research objectives but they also were focuses on empowerment and 
performance, but in this study more focuses on employees in the manufacturing industry 
and how they view the empowerment whether same like an employee in the service 
sector or not. This study also will test whether empowerment is positively correlated to 
employee performance in the manufacturing industry or not. So at the end of results, 
this study on the empowerment towards employee performance in the manufacturing 
industry in Malaysia will answer these questions. Spreitzer (1995a) findings on 
psychological empowerment will be used as a basis to identify the impact of 
empowerment on employee performance in manufacturing industry.  
1.3       PROBLEM STATEMENT 
Globalization has opened up various chance and challenges for Malaysian 
organizations to struggle like international organizations. Besides technological 
improvement, a developed, competent and empowered workforce will give Malaysia 
organizations intensity over its opponent. Studies on empowerment have shown that it 
has a powerful correlation to employee performance in terms of higher productivity, job 
satisfaction and reduction in staff turnover in organizations (Ongori, 2007). Therefore, 
the question of “Is this correlation appropriate to the Malaysian context or more 
specially, in the automotive sector?”  This question is prompted based on Hofstede 
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(1980) rating on Malaysia as being a high power distance society, which indicates an 
environment of non-empowerment.  
So, in order to achieve like international organizations, empowerment is a tool in 
order to increase employee performance. The organization needs for employee 
empowerment so that they will be making quick decisions and quickly respond to any 
changes in the environment. Employee empowerment is interest with believing, 
motivation, making indecision, and breaking the limitation between management and 
employees. Besides that, empowerment also hides the weakness of the workers and the 
organization and strengthens the autonomy, creativity, innovation, determination and 
persistence of the staff and makes conditions to avoid possible problems that they may 
face.  
So in order to achieve the organizational objectives and increase employee 
performance, manufacturing industry has taken an action to implement empowerment 
on their employees. Manufacturing and assembly of automotive component processes 
are more controlled and rigid compared to employee in the service industry. So, this 
study will measure the perception and implementation of the concept of empowerment 
from the all employees in manufacturing employees who are made to respond about the 
feel of empowerment and exist in their organization and also the transmitters of 
empowerment to the employees.  
So this study is will find on the cause of empowerment in manufacturing 
industry that can improve the employee performance in the work. So from that, we can 
know that how much of empowerment influence to employee performance and why 
empowerment should be held in manufacturing industry sectors. Employee performance 
is important in every organization in all sectors. The effect of empowerment also will be 
determined to see whether it can be related to the employee performance or not.  
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1.4       OBJECTIVES OF THE STUDY 
This study is intended to determine the correlation between empowerment and 
employee performance. The objectives of the study are 
1.4.1 To identify the most influential factors of employee empowerment on 
work performance in manufacturing industry. 
1.4.2 To determine the relationship of employee empowerment on work 
performance in manufacturing industry.  
 
1.5 RESEARCH QUESTION 
This study on the factor of empowerment on employee performance in the 
manufacturing industry will address the following questions:  
1.5.1 What are the most influential factors of employee empowerment on work 
performance in manufacturing industry? 
1.5.2 What is the relationship of employee empowerment on work 
performance in manufacturing industry? 
 
1.6 RESEARCH HYPOTHESIS 
This study will test the following hypothesis: 
1.6.1 H1:  There is a significant correlation between participation of employees and 
employee performance in manufacturing industry. 
1.6.2 H2:  There is a significant correlation between the delegation of authority and 
employee performance in manufacturing industry. 
1.6.3 H3: There is a significant correlation between training and employee performance 
in the manufacturing industry. 
1.6.4 H4: There is a significant correlation between rewards and employee performance 
in the manufacturing industry. 
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1.6.5 H5:  There is a significant influence of empowerment on employee performance 
in manufacturing industry. 
 
1.7 SCOPE OF STUDY 
The main focus of this research is to determine what are the factors of 
empowerment that are required by manufacturing employees to increase the employee 
performance. This study also aimed to examine the relationship of empowerment that 
influence on the employee performance. The sample of this study covers all level 
employees of one Kilang Sawit RISDA Ulu Keratong in Segamat Johor. The study also 
focused on assigning empowerment of employees in relation to employee performance. 
The population for the Kilang Sawit RISDA Ulu Keratong is 150 employees but the 
size of the sample is limited to 108 respondents only.   
1.8 SIGNIFICANCE OF THE STUDY 
The body of knowledge on employee empowerment in Malaysia will grow with 
the contribution of this study. In Malaysia, there have been various studies conducted on 
employee empowerment in various sectors. Some of the studies have been conducted on 
employee empowerment in Malaysia are in the education sector (Nik Azida Abd. 
Ghani, Tengku Ahmad Badrul Shah bin Raja Husin, Kamaruzaman Jusoff, 2009) 
information technology and telecommunication services sector (Md Abdur Raquib, et 
al, 2010), hotel (Kartina Ayup and Then Hsiao Chung 2010), and USA‟s Multinational 
Company (MNC) which is operating in Sarawak (Azman Ismail, Nur Baizura Natasha 
Abidin Rabaah Tudin (2009) and in the managers in the Malaysian organization (Ismael 
Abu-Jarad and Suriati Shariff , 2011).  
The findings from this study on the impact of empowerment on employee 
performance in the manufacturing industry will add on to the existing body of literature 
on employee empowerment in Malaysia as well as to get the gap in information 
pertaining to employee empowerment in manufacturing industry.  
For Malaysian employees in the manufacturing industry, this study will give the 
perspectives on whether empowerment influences their employee performance. This 
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information and knowledge will enable Malaysian employees to feel better comprehend 
of their employees‟ feeling about empowerment. It also will help employees to better 
improve their individual and organizational performance give awareness about the 
goodness of empowerment. Besides that, it will also help managers to better control 
their employees improve their individual and organizational performance.  
Besides that, by having a good understanding of the relationship between 
empowerment and work performance of Malaysia manufacturing workers, it will give 
the organization a clear picture on how to shape their manufacturing sector workers' 
attitudes in order to have higher work performance. The higher work performances have 
larger good impact on the organizational overall performance such as increase 
productivity, innovative, creative, reduced worker turnover rate, absenteeism and 
improve quality service.  
The employees of organizations can be the main operator of work process and 
it‟s proved that a capable and competent manpower that are considered as regarded as 
the foundation of national wealth and vital assets of the organization, bring lots of 
benefits to the organization. Competitive environment today and the ability of the 
organizations to perform effectiveness and efficiency shows require of empowerment 
more than ever. Reviews coordinated by researchers with evidence of the fact that 
management with empowerment workers, the important experience in improvements in 
performance particularly in economic performance. All over the world have reported 
successful organizations which are use empowerment programs have been able to gain 
lots of success.  
1.9 OPERATIONAL DEFINITION 
For the purpose of this research the following concepts have been defined:  
1.9.1 Empowerment 
Empowerment as a positive use of power to create more power, which has a 
positive energizing effect on the organization (Vogt and Murrell, 1990). 
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Empowerment in this study is a management practice of sharing information, 
rewards, and power with workers so that they can take initiative and make decisions to 
improve service and performance and to solve problems.  
1.9.2 Participation in Decision Making 
Employee participation is generally defined as a process in which influence is 
shared among individuals who are otherwise hierarchically unequal (Locke and 
Schweiger, 1979: Wagner, 1994). Participation involves individual of groups in the 
process.   
1.9.3 Delegation of authority 
Delegation involves giving an employee the responsibility for part of your job 
and the authority to carry it out, while retaining control and accountability. 
Empowerment involves not only giving responsibility and accountability for a task but 
also the responsibility and authority to make decisions tied to the assignment while, 
again, retaining control and accountability.  
1.9.4 Employee Performance 
Employee performance is when employees achieving the results, goals or 
standards same as expectations set by the organization. Employees are appraised on 
how well they do their work compared to the According to Rothman & Coetzer (2003), 
it is a fulfillment of a task given measured against pre-set standards of correctness, 
completeness, cost, and speed, the initiatives they get, their creativity in solving 
problems and resourcefulness in the way they utilize their resources, time and energy.  
1.10 EXPECTED OUTCOMES 
From this study, there will show that the factors of empowerment that influences 
the employee performance. So, management can get clearly what is the cause of 
empowerment is should be implemented in the organization and management in the 
manufacturing industry can use the empowerment technique to train, delegating the 
authority to their employee in order to achieve objective in the organization.  
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If the employees are not empowered, the performance of employees also can be 
affected. In order to increase and improve their employee performance, empowerment 
can help management to make them feel motivated and committed in their work. So, in 
this study also will show the effect of implementing the empowerment towards their 
employees. So, the reader can know how much influence the empowerment to the 
performance of their employees, whether it can improve the performance or otherwise.  
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CHAPTER 2 
 
LITERATURE REVIEW 
 
2.1  INTRODUCTION 
In the chapter before that, the key terms, problem statement and also the most 
important for these studies have been discussed. The more specific research objectives, 
hypothesis and framework of this study also were also highlighted.  
A study of literature can be seen as an answer to the problem statement and 
supports the researcher to comprehend the results of the empirical study. In this chapter 
a comprehensive literature overview of the constructs being investigated is provided. 
This chapter focuses on defining employee empowerment, variety of factor and impact 
of empowerment and also works performance.  
A purpose of this chapter is to provide a review of past research efforts related to 
employee empowerment factors and impacts to work performance. A review of other 
relevant study also was also shown. The review is detailed so that the present research 
effort can be properly tailored to add to the present body of literature as well as to justly 
the scope and direction of the present research effort.  
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2.2 EMPOWERMENT AND PERFORMANCE 
2.2.1 Empowerment  
The empowerment of human resources usually used with the same meaning with 
authorizing and assigning responsibility, in other meaning, as empowering and transfer 
authority. Empowerment is a process that provides employees with autonomy through 
sharing of correct information and the provision of control circumstances that affect 
work performance of the organization, by rewarding employees for contributions made 
and with the power to make influential decisions being vested in employees (Lashley 
1999). The process of providing workers the authority to manage way of people 
working is the enabling. Empowerment is a process of enabling the workers in the level 
of non-managerial in the organization. Furthermore, empowerment also is a process of 
enabling the workers in order to apply their ability to maximize in order to help the 
group or organization. Employees also allowed having more responsibility and control 
of their work is also empowering. Enabling the staff is to train things that employees 
can do to be less reliant on the administrator (Aghayar and Sirous, 2007).  
Empowering employees allows organizations to be more responsive and flexible 
and also can lead to improvement in both organizational and individual performance 
(Meyerson & Dewettinck, 2011). Empowerment as a motivational construct; 
empowerment in the comparative structures happens when the power is moving from 
upper to lower level and as a result workers feel a sense of ownership and manage over 
their career (Canger and Kanungo, 1988). People are empowered will feel so much 
energy and control (Taktaz, Shabaani, Kheyri and Rahemipoor, 2012). Pastor (1996) 
state that empowerment as a phenomenon that individuals take responsibility for their 
actions that this definition focuses on the importance of individuals in the successful 
implementation of empowerment.  
Buitendach and Hlalele (2005) said that the empowerment process of giving 
confidence to employees together with management, to utilize their skills and 
experience by presenting them with the power to use more judgement and discretion in 
their work. According to Vogt and Murrel (1990), empowerment is the time on 
improving the decision making ability of the employees through cooperation, sharing, 
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training, education and teamwork. Moreover, identifies empowerment as the activity of 
assigning appropriate responsibility to employees and making them gain abilities 
(Klagge, 1998). It is understood from the definitions that not only the cognitive aspect 
of empowerment that consists the improvement of the capacity of the employee within 
the organization, but also behavioral aspects in which employee‟s satisfaction from his 
or her job and workplace environment is crucial.  
Schlessinger and Heskett (1991), the empowerment of front line employees can 
break the “cycle of failure” in services and maintaining customer satisfaction. Randolph 
(1995) defines employee empowerment as “a transfer of power” from the employer to 
the employees. Blanchard, Carlos and Randolph (1996) for instance agreed that 
empowerment is not only having the independence to act, but also having a higher 
degree of accountability and responsibility. This show that management must empower 
their employees so that they can be committed, motivated, satisfied and assist the 
organization in achieving the objectives.   
From Spreitzer (1995a), employee empowerment is a process which has to be 
administrated to start with; because employee empowerment is not only the 
improvement of institutional abilities and internal entrepreneurship of employees, but 
also through employee empowering factors, is enabling the perception of self-
empowerment applications; thus the empowerment has to be administrated. Thomas and 
Velthouse (1990) emphasize two aspects of power; the first of these is the cleansing of 
work environment from any negative condition that makes a person feels incapable, and 
the latter indicates that, in order to make a person feel capable in his or her own work 
experience, the further discussed aspects should be met. Employees need a power and 
that people perceive this as an intrinsic matter (Canger and Kanungo, 1988).  
Mohammed and Pervaiz (1998) said that empowerment is an express of mind. 
Meyerson and Kline (2008) in a research titled “Environmental and Psychological 
empowerment”: preconditions and consequences”, found that empowered better is 
divided into psychological and behavioral dimensions and each aspect predicts the 
work‟s results separately. The outcomes also showed that environment empowerment 
has good consequences that mental empowerment (Meyerson and Kline, 2008).  
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Whitman, Van Rooy and Viswesvaran (2010), made a theoretical method to 
examine the satisfaction-performance relationship when both the constructs were 
construed at the work unit level. Based on their results revealed, significant relationship 
between unit-level performances. Specifically, significant relationships were found 
between unit-level job satisfaction and unit-level criteria, involving customer 
satisfaction, productivity, withdrawal and organizational citizenship behaviors.  
Tuuli and Rowlinson (2009) analyzed the relationship between psychological 
empowerment and job performance. The study also tried to find out if ability, 
motivation and opportunity to perform mediated between empowerment and 
performance. The study proved that empowerment had direct and positive effect on 
work performance and also was mediated by the motivation for intrinsically, 
opportunity and ability to execute. The study demonstrated that empowered employees 
exhibited positive performance behaviors, and hence psychological empowerment is a 
valuable source for organizations to pursue their desired results.  
There are many different perspectives in definition of empowerment. Vogt and 
Murrell (1990) describe empowerment as a positive to build more power, which has a 
positive energizing on the organization. Canger and Kanungo (1998) defined 
empowerment as a motivational idea of self-efficacy. Menon (2001) defines that 
empowerment as “making decision authority down the (traditional) organizational 
hierarchy” summarizes the existence of empowerment. To conclude, overall of the 
definition of employees is about employee‟s autonomy in their work, and an increased 
involvement and influence in decision making.  
2.2.2 Performance 
Work performance is the contribution of employees directly and indirectly 
towards the organizational objectives and goals (Borman and Motowidlo, 1993; 
Campbell, 1990). Performance also is a point of how activities serve the objective 
(Akal, 1992). Performance also is “the rate of realization of the purpose” or “outcomes 
level of activity”. This level shows that how much the objectives or the purpose is 
performed (Schermerhorn, Hunt, Osborn, 1985). Camp Bell (1995) trusts that in 
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performance behavior exists and must be distinguished from the outcomes because 
some of the systems can remove results.  
Performance is the level of individual reaching target both for institution and for 
individuals. Some researchers like Campbell (1995) describe that performance is not 
just the result of the activity, it is the activity itself. Considering on definition of 
performance, it clearly states that performance related to the personal traits, mental 
abilities and eagerness to be integrated with institutional purposes of each individual.  
An analysis of performance should be done in its two different aspects. Borman 
and Motowidlo (1993) detected two broad categories of workers' behavior. The two of 
the performances have different ways of organizational effectiveness. The first aspect is 
a task performance and other aspects are contextual performance. Task performance is 
the work responsibility which puts the activities contributes to the technical basis of the 
institution into practice by applying technical processes directly or by supplying needed 
products or services together (Borman and Motowidlo, 1997). This performance focuses 
on basic technical details in a task. Besides that, task performance consists of the 
behavior that supports technical fundamentals that make production possible (Van 
Scotter and Motowidlo, 1996).  
Psychological performance conditions such as volunteers, optional activities, 
attendance, and motivation that contextual performance have (Van Scotter and 
Motowidlo, 1996). While contextual performance has strong interpersonal and person-
organization components, task performances are objective, quantitative, and individual. 
Thus, personality traits of the workers such as ability, skill, and willingness to become 
more significant in contextual performance than it is for task performance (Hurtz and 
Donovon, 2000). More outstanding aspect of contextual performance is that workers get 
out of their defined role behavior in extra role behaviors. Organ (1988) states that 
contextual performance as a behavior improving the psychological environment and 
supporting task performance by using organizational citizenship behavior in the same 
meaning with contextual performance.   
Most organization researchers confident the overall performance of the work to 
be defined in three dimensions: work function (directly and indirectly depended to the 
